The purpose of the present study is to investigate relationships between mentoring others, perceptions of career plateauing, and job attitudes. A total of 306 government employees located in the southeastern United States completed surveys (50.08% response rate). Of these, 110 reported experience as a mentor. As expected, the results indicated that mentoring others was associated with more favorable job attitudes, whereas greater job content and hierarchical plateauing was associated with less favorable job attitudes. The results provided mixed support that mentoring others may alleviate the negative consequences associated with career plateauing. Specifically, the results indicated that mentor experience and psychosocial mentoring moderated the relationship for job content plateauing. Similar relationships were not found for hierarchical plateauing. Implications and future research suggestions are provided.
toring others that recognizes that mentoring others can lead to individual cognitive and affective responses such as emotional attachment, increased mental energy, and reinforcement of one's professional identity, which can in turn lead to career and positive individual outcomes. Hence, it seems likely that mentoring others increases positive affect, which enhances employee job attitudes. Lease (1998) reviewed the literature pertaining to work attitudes and identified job satisfaction, organizational commitment, and turnover intentions as key constructs in organizational models. Moreover, these variables seem appropriate for investigation from the mentor perspective in the context of career plateauing. Mentoring experience can be assessed in two ways. First, mentors and nonmentors can be compared in relation to outcome measures. Second, the amount of career-related and psychosocial mentoring provided by mentors can be correlated with outcomes. For the present study, both types of mentoring experience were investigated and the following hypotheses were proposed: Hypothesis 1a: Mentors will report greater job satisfaction and more affective organizational commitment than will nonmentors. Hypothesis 1b: Mentors will report lower intentions to turnover than will nonmentors. Hypothesis 2a: Career and psychosocial mentoring will positively relate to job satisfaction and affective organizational commitment. Hypothesis 2b: Career and psychosocial mentoring will negatively relate to intentions to turnover.
Career Plateauing
A plateau was initially defined as a point where the likelihood of additional hierarchical promotion was low (Ference, Stoner, & Warren, 1977) . Since then, two major changes significantly affected plateauing research. First, research expanded to consider plateauing from more than a hierarchical or promotional perspective. Bardwick (1986) extended the definition to include both hierarchical and job content plateauing. Hierarchical (structural) plateauing results when an individual's vertical movement within an organization declines. On the other hand, job content plateauing refers to the lack of challenge, decrease in responsibilities, and overall staleness of the job itself. There have also been significant changes with regard to the measurement of plateauing. Chao (1990) highlighted the importance of examining perceptions of career plateauing rather than focusing exclusively on somewhat arbitrary objective measures of plateau such as age, job tenure, or frequency of promotion. Furthermore, Chao recommended treated plateauing as a continuum by assessing the career event in terms of degree or magnitude.
Subsequent research has been generally supportive of these changes to the plateauing construct. Chao (1990) found that perceptions of plateau were negatively related to intrinsic and extrinsic job satisfaction, career planning, and organizational identification and contributed unique variance beyond job tenure. Another study found that subjective plateau measures were able to explain 12% of variance in job attitudes, compared with only 1% explained by objective measures (Tremblay, Roger, & Toulouse, 1995) . Using a continuous measure to examine perceptions of job content and hierarchical plateauing, T. D. Allen, Poteet, and Russell (1998) explored differences across nonplateaued, job content plateaued, hierarchically plateaued, and both job content and hierarchically plateaued managers. Results suggested that "double" plateaued managers (those both job content and hierarchical plateaued) reported less favorable job 362 Group & Organization Management attitudes, including less job involvement, lower levels of commitment, and lower levels of job satisfaction, than did managers who were either job content or hierarchically plateaued. With regard to only being hierarchically plateaued or job content plateaued, results indicated that managers who were job content plateaued reported less favorable job attitudes than did hierarchically plateaued managers. Taken together, these findings are generally supportive of examining career plateauing as a continuous, subjective multidimensional construct.
For the most part, career plateauing has been perceived as a negative career event. For example, research suggests plateauing is related to negative work-related consequences such as lower levels of job satisfaction (T. D. Allen et al., 1998; Burke, 1989; Burke & Mikkelsen, 2006; Chao, 1990; Lee, 2003) , less organizational commitment (T. D. Allen et al., 1998; Stout, Slocum, & Cron, 1988) , and greater turnover intentions (T. D. Allen et al., 1998; Burke, 1989; Burke & Mikkelsen, 2006; Heilmann, Holt, & Rilovick, 2008; Stout et al., 1988) . Consistent with current recommendations, the present study examines the relationships between career plateauing and these work-related attitudes using subjective, continuous, multidimensional measures of plateauing. Accordingly, the following hypotheses were proposed:
Hypothesis 3a: Perceptions of career plateauing (hierarchical and job content) will negatively relate to job satisfaction and affective organizational commitment. Hypothesis 3b: Perceptions of career plateauing (hierarchical and job content) will positively relate to intent to turnover.
Integration of Mentoring and Career Plateauing Research
Theoretical support for linking mentoring and plateauing comes from the career and life-stage literature. Specifically, Levinson describes the midlife transition as a period of change and reappraisal (Levinson, Darrow, Klein, Levinson, & McKee, 1978) . It is a time of doubt and questions about the contributions one has made throughout the first half of the journey of life. "He may gain in seniority or in small advantages, but he has almost no prospects for major advance or for creative fulfillment in the job" (p. 203). These characteristics parallel that of hierarchical and job content plateauing. Additionally, a need arises to pass on a legacy. It is this legacy that fosters adult development and serves the purpose of enrichment and personal fulfillment. As Levinson suggests, it is a time to give up one's mentor and the role of a protégé, in favor of becoming a mentor yourself. In sum, midlife transition can mark a career plateau for many individuals, but mentoring others can be an effective solution and coping mechanism that revitalizes and redirects one's knowledge and focus.
Some research has been devoted to identifying potential coping mechanisms that may reduce the negative consequences associated with plateauing. Rotondo and Perrewe (2000) advocate employers providing career enrichment and psychological growth to plateaued employees. Specifically, they explored mentoring as a coping response to career plateauing. Results indicated that mentoring was associated with higher levels of satisfaction, commitment, and performance among plateaued employees. However, the focus of the study was not on the moderating role of mentoring but rather on mentoring as one of many coping responses (e.g., expanding job assignments) to plateauing. Moreover, mentoring was measured by one item stating, "I have tried to become a mentor to younger employees," which was only answered by employees identified as plateaued. Although these results are supportive of mentoring as a coping response, additional research is warranted.
Based on research examining mentoring as a positive response to plateauing and Levinson's life cycle theory, we predicted that mentoring others would moderate the relationship between plateauing and workrelated attitudes. When comparing mentors and nonmentors, it was expected that these relationships would be significant at only one level of the moderator. Podsakoff, MacKenzie, Ahearne, and Bommer (1995) suggest that the nature of this type of interaction could imply that employees should engage in mentoring relationships, regardless of plateauing, because participating in mentoring will never hurt an employee but not mentoring others may be harmful.
Hypothesis 4a: Mentor experience will moderate the relationship between perceptions of plateauing and job attitudes. The relationship between mentoring and job attitudes will be significant for employees who do not have mentor experience but will not be significant for employees who do have mentor experience.
When comparing the levels of career and psychosocial mentoring provided by mentors, it was expected that these relationships would be significant at both levels of the moderator. Lower levels of mentoring provided were expected to be associated with a stronger relationship between 364 Group & Organization Management plateauing and job attitudes than were higher levels of mentoring provided when mentors reported higher levels of career plateauing. The relationship was not expected to be as strong when mentors reported lower levels of career plateau. Podsakoff et al. (1995) suggest that the nature of this moderating effect may imply that the level of mentoring provided may weaken the negative impact for mentors experiencing higher levels of career plateau. The effect of mentoring provided may not be as strong for lower levels of career plateau.
Hypothesis 4b: Career mentoring will moderate the relationship between perceptions of plateauing and job attitudes. The relationship will be stronger for lower levels of career mentoring than for higher levels of career mentoring, indicating that career mentoring mitigates the effects of plateauing. Hypothesis 4c: Psychosocial mentoring will moderate the relationship between perceptions of plateauing and job attitudes. The relationship will be stronger for lower levels of psychosocial mentoring than higher levels of psychosocial mentoring, indicating that psychosocial mentoring mitigates the effects of plateauing.
Method

Participants and Procedure
The sample consisted of 306 government employees (50.08% response rate). The majority of respondents were women (76.3%) and Caucasian/ White (85.7%). The mean age was 43.06 years (SD = 11.69), and the median education level was some college coursework completed. The average job tenure was 5.74 years (SD = 6.04), and the average organizational tenure was 8.57 years (SD = 7.28). The entire sample included a vast range of job titles such as engineering manager, planner, and building inspector. The organizational levels included staff (77.4%), first-line supervisors (10.4%), middle management (6.1%), and senior management (6.1%).
Of those who responded, 110 reported experience as a mentor and 196 reported no experience as a mentor. For the mentor sample, 64.5% were women, 92.5% were Caucasian/White, and the mean age was 46.82 years (SD = 10.61). The median education level was a 2-year college degree, and approximately half of the mentor sample currently held a management position (47.2%). The average job and organizational tenure for mentors was 6.89 years (SD = 7.03) and 10.57 years (SD = 7.62), respectively. For the nonmentor sample, 83% were women, 81.9% were Caucasian/White, and the mean age was 40.86 years (SD = 11.76). The median education level for the nonmentor sample was some college coursework completed, and the majority currently held staff/nonmanagement positions (88.6%). For nonmentors, the average job tenure was 5.06 years (SD = 5.27), and the average organizational tenure was 7.40 years (SD = 6.83).
A total of 611 government employees in the southeastern United States were invited to participate. Data collection began with an information e-mail sent via a global office listserver. Approximately 1 week following the information e-mail, participants were e-mailed the link to the online questionnaire. Participants were asked to submit their responses online during a 2-week timeline. Approximately 1 week after the survey was distributed, a reminder e-mail was sent. Several employees requested a paper version (N = 47).
To protect the anonymity and confidentiality of participants, a human resource staff member distributed the e-mails and paper versions of the survey. The online survey was hosted on a secure server by a reputable survey software program. Potentially identifying information, such as IP addresses, was deleted from the database. Only information obtained voluntarily from participant responses was stored in a secure database for data analyses.
Measures
With the exception of the mentor experience measure, each of the following measures was based on 5-point Likert scale that ranged from Strongly Disagree to Strongly Agree. For each scale, higher scores indicated greater degree of the measured construct (e.g., more mentoring provided, greater perceptions of career plateau, higher levels of job attitudes).
Mentor experience. Based on T. D. Allen (2003) , the following question was used to screen for mentoring experience:
In your present job, is there an individual in the organization who you have taken a personal interest in; who you have guided, sponsored, or otherwise had a positive and significant influence on their professional career development? In other words, have you ever been a mentor?
Following the mentoring definition, the participant was asked to indicate "yes" or "no." Mentor experience was coded as "no" = 0 (nonmentor) and "yes" = 1 (mentor). Additionally, mentors were asked to provide the dates of their mentorships. These dates were used to ensure that the mentor experience was based on a current or recent relationship.
Mentoring provided. Career and psychosocial mentoring were assessed by Noe's (1988) mentoring measure. Items were modified to reflect the mentor's perspective. Participants who indicated having experience as a mentor were instructed to respond based on their current or most recent mentoring relationship. Seven items assessed career-related mentoring (e.g., "As a mentor, I encourage my protégé to prepare for advancement"; α = .73). Fourteen items assessed psychosocial mentoring (e.g., "As a mentor, I have shared personal experiences as an alternative perspective to my protégé's problems"; α = .85).
Perceptions of career plateau. Plateauing was measured as a continuous, subjective, multidimensional construct. Six items from Milliman (1992) were used to assess job content plateauing (e.g., "I have an opportunity to learn and grow a lot in my current job"; α = .81). Six items from Milliman (1992) were used to measure hierarchical plateauing (e.g., "I expect to advance to a higher level in my company in the near future"; α = .89).
Job satisfaction. Three items from the Michigan Organizational Assessment Questionnaire (Cammann, Fichman, Jenkins, & Klesh, 1979) were used to measure job satisfaction (e.g., "In general, I like working here"; α = .82).
Affective organizational commitment. Organizational commitment was measured with N. J. Allen and Meyer's (1990) 8-item affective commitment scale (e.g., "I really feel as if this organization's problems are my own"; α = .85).
Intent to turnover. Four items were developed to measure intentions to leave the organization (e.g., "I am currently looking for another organization to work for"; α = .88).
Demographic and control variables. Demographic items included information regarding age, gender, ethnicity, education level, organizational level, and tenure. Previous research has presented evidence that several of these variables affect either the mentoring relationship or career plateauing (e.g., Burke & McKeen, 1997; Ragins & Cotton, 1999; Slocum et al., 1985; Stout et al., 1988) . Therefore, gender, race, age, organizational level, and organizational tenure were considered as potential control variables in the moderator analyses.
Results
Means, standard deviations, and correlations are presented in Table 1 . Hypotheses 1, 2, and 3 were tested by zero-order correlation coefficients. Hypothesis 1a predicted that mentors would report greater job satisfaction and more affective commitment than would nonmentors. Results indicated a positive relationship between mentoring experience and job satisfaction (r = .14; p < .05) and organizational commitment (r = .14; p < 05). Hypothesis 1b predicted that mentors would report lower intentions to turnover than nonmentors. Results indicated a significant negative relationship between mentoring experience and turnover intentions (r = −.11; p < .05). Therefore, Hypotheses 1a and 1b received full support.
Hypotheses 2a and 2b predicted that mentoring provided would relate positively to mentor job satisfaction and affective commitment. Neither career nor psychosocial mentoring was related to job satisfaction or commitment. Thus, Hypothesis 2a was not supported. Hypothesis 2b predicted that career and psychosocial mentoring would negatively relate to mentor turnover intentions. Career mentoring related to turnover intentions but in the opposite direction to that hypothesized (r = .24; p < .05). That is, greater career mentoring was associated with greater intentions to leave the organization. Psychosocial mentoring was not related to turnover intentions. Therefore, Hypothesis 2b was not supported.
Hypotheses 3a predicted a negative relationship between plateauing and job satisfaction and organizational commitment. Results indicated that job content plateauing negatively related to job satisfaction (r = −.48; p < .01) and to commitment (r = −.47; p < .01). Hierarchical plateauing related to job satisfaction (r = −.27; p < .01) and to organizational commitment (r = −.26; p < .01). Hypothesis 3b predicted a positive relationship between perceptions of plateauing and intent to turnover. Job content plateauing (r = .40; p < .01) and hierarchical plateauing (r = .27; p < .01) both positively related to turnover intentions. Therefore, Hypotheses 3a and 3b received full support.
The interactions proposed in Hypotheses 4a, 4b, and 4c were tested with multiple regression analyses. The difficulty associated with detecting moderators using multiple regression in field studies has been well documented (e.g., Aguinis, Beaty, Boik, & Pierce, 2005) . Moderator effects in field studies, contrasted with experimental studies, have lower statistical power and a less efficient parameter estimate, in addition to problems with measurement error. For these reasons, we examined marginal alphas (e.g., p = .06) as significant relationships. Inclusion of these marginal alphas seem further justified based on the theoretical support for the proposed interactions rather than mere data mining. If the interaction term was significant, procedures recommended by Aiken and West (1991) for plotting interaction effects were employed. Hypothesis 4a proposed mentoring experience would moderate the relationship between career plateauing and job attitudes. For each analysis, control variables were entered at Step 1. At Step 2, mentoring experience and career plateauing were entered. At Step 3, the interaction term was entered. Regression results are presented in Table 2 . As predicted, mentor experience moderated the relationship between job content plateauing and job satisfaction (β = .49; p = .06) and between job content plateauing and turnover intentions (β = −.48; p = .07). Although the research design does not allow for the causal order of the relationship, the interactions provide support for the proposed relationships. Specifically, the findings indicate that as perceptions of job content plateauing increase, mentors report higher levels of job satisfaction (Figure 1 ) and lower intentions to leave the organization (Figure 2 ) than do nonmentors. The mentor experience by job content plateauing interaction was not significant for affective commitment. For hierarchical plateauing, the interactions with mentor experience were not significant. Overall, Hypothesis 4a received minimal support.
Hypothesis 4b proposed that career mentoring would moderate the relationship between career plateauing and job satisfaction, affective commitment, and turnover intentions. Control variables were entered at Step 1. At
Step 2, career mentoring and plateauing variables were entered. At Step 3, the career mentoring and plateauing interaction term was entered. Results did not provide support for the career mentoring interaction with both job content plateauing and hierarchical plateauing (Table 3) . Therefore, Hypothesis 4b was not supported.
Hypothesis 4c proposed that psychosocial mentoring would moderate the relationship between career plateauing and job attitudes. Control variables were entered at Step 1. At Step 2, psychosocial mentoring provided and plateauing variables were entered. At Step 3, the psychosocial mentoring and plateauing interaction term was entered. For job content plateauing, all three interactions were significant (Table 4) . As expected, psychosocial mentoring moderated the relationship between job content plateauing and job satisfaction (β = 3.41; p < .01), .45**
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Psychosocial by fewer turnover intentions ( Figure 5 ) than do mentors providing less psychosocial mentoring. The interactions between hierarchical plateauing and psycho social mentoring were not significant for the three job attitudes. In sum, Hypothesis 4c received partial support. 
Discussion
The purpose of this study was to examine the relationships between mentoring others, perceptions of career plateauing, and work-related attitudes. First, the relationship between mentor experience and job attitudes was examined. These findings add to the limited empirical research devoted to investigating mentoring benefits from the mentor perspective. Next, the relationship between career plateauing and work-related attitudes was examined. These results support previous research relating career plateauing to negative work outcomes. Finally, to our knowledge, the present study was the first to examine mentoring others as a moderator of the relationship between career plateauing and work-related attitudes. Results provided support for the idea that mentoring others reduces the negative effects associated with job content plateauing but not necessarily for relationships with hierarchical plateauing. Specific key findings are discussed further.
As predicted, employees who report being a mentor report higher levels of job satisfaction, more affective organizational commitment, and less turnover intentions than do employees with no mentor experience. These results lend further support to the idea that mentoring others is associated with positive job attitudes and behaviors. Although the research on mentor benefits is limited, these results are consistent with recent studies that suggest mentor experience relates to important work-related attitudes and to career success (T. D. Allen et al., 2006; Ragins & Scandura, 1999) . However, we did not find support for a relationship between mentoring provided and job attitudes. In the present study, it appears that mentor experience, and not the amount of mentoring provided, makes a difference. One explanation for these results may be the nature of the mentoring relationship. That is, the more mentoring provided, the more time invested by the mentor. Research has indicated that one of the costs associated with mentoring others is the drain on the mentors' time (e.g., T. D. Allen et al., 1997) . Thus, although experience overall as a mentor directly relates to job attitudes, more mentoring may not necessarily be better from the perspective of the mentor. As expected, individuals who report higher levels of job content plateau also report less job satisfaction, less affective organizational commitment, and higher turnover intentions. Additionally, individuals who report higher levels of hierarchical plateau report less job satisfaction, less organizational commitment, and greater turnover intentions. Consistent with T. D. Allen et al. (1998) , the relationships are stronger for job content plateaued employees than for hierarchical plateaued employees. These differences may be because individuals perceive hierarchical plateauing as an inevitable consequence of fixed organizational structures, whereas job content plateauing may be perceived as avoidable. Therefore, these findings lend further support for the use of a multidimensional construct of career plateau.
Based on life-stage theory, it was predicted that experience as a mentor would moderate the relationship between career plateauing and job attitudes. Our findings suggest that mentor experience does moderate the relationship between job content plateauing and job satisfaction as well as the relationship between job content plateauing and turnover intentions. These relationships provide some evidence that mentoring may serve as a coping response for job content plateauing or that mentoring others could alleviate the negative effects associated with job content plateauing.
Psychosocial mentoring provided by the mentor also moderated the relationships between job content plateauing and each of the three workrelated attitudes. These results suggest that as job content plateauing increases, mentors providing more psychosocial mentoring report higher levels of job satisfaction, greater organizational commitment, and fewer turnover intentions. Generally speaking, these results are consistent with the theory that mentor experience will mitigate negative effects of career plateauing.
Interactive effects were not found for career mentoring. One reason for this finding may be based on the use of a government sample. Career mentoring focuses on protégé advancement within the organization. Advancement within local governments tends to primarily depend on tenure than 380 Group & Organization Management job performance. Although this may not inhibit individuals from mentoring others, it may make mentoring others less rewarding. The mentor may not gain a sense of satisfaction or see his or her efforts as a legacy come to fruition if the protégé's advancement cannot be attributed to the mentor. Therefore, the negative effects of plateauing may not be alleviated. However, it should be noted that the bivariate relationships between job content plateauing and career mentoring were significant. That is, those who provide more career mentoring also report less job content plateauing. This result supports a direct link between mentoring provided and plateauing, even though evidence was not found for the interaction.
For hierarchical plateauing, none of the mentoring interactions were significant. These findings have important implications for the career research. Specifically, consistent with previous research (T. D. Allen et al., 1998) , these results emphasize the important distinction between the job content plateauing and hierarchical plateauing constructs. Moreover, these findings highlight the important, but possibly limited, role that mentoring others can play in mitigating the negative effects associated with plateauing. As previously mentioned, the present study included a government sample with a fixed organizational structure. With these barriers in place, it is unlikely that mentoring others will serve as an effective coping mechanism for hierarchical plateauing. However, additional research is warranted to determine if these effects are sample dependent or are a general trend of the mentoring role in the plateauing phenomenon.
Several study limitations should be mentioned. First, the study relied on self-report data. Although self-report data were appropriate for most of the study variables, it would have been beneficial to obtain information from additional sources, such as protégé reports of mentoring provided. A second limitation is that the data were collected at a single point in time. When a design is cross-sectional, it is impossible to infer causality. For example, an alternate explanation to these results is that employees who are more satisfied with their jobs are more likely to be a mentor. A longitudinal design would allow us to examine changes in the study variables across time and rule out some alternative explanations. A third limitation is the sample size. Although the overall sample was ample, tests of hypotheses involving career and psychosocial mentoring had less power because fewer employees reported experience as a mentor. Future research should replicate these findings with larger samples to achieve adequate power for testing interactions. However, it should also be noted that the nonsignificant p values were large and likely would not have become significant even with a larger sample size (greater power).
Additional research is needed to generalize the findings to different samples. The current study specifically sought out government employees because of the prevalence of plateau. Different relationships may emerge with employees in the private sector or in various industries. Future research should also explore these relationships within formal mentoring programs. Formal mentorships are those in which the organization is responsible for assigning and facilitating the relationship (Ragins & Cotton, 1999) . None of the government offices included in the current study has had formal mentoring programs. Plateaued employees may respond favorably to an organization that offers this type of program. For example, he or she may report more organizational commitment when the mentor role was sponsored by the organization.
Theoretical and Practical Implications
There are several important implications for practice that should be considered. Experience as a mentor was associated with positive job attitudes. Accordingly, organizations that provide opportunities for and encourage the formation of mentoring relationships may realize more positive job attitudes not only among protégés but among mentors as well.
Additionally, mentoring others and providing psychosocial support moderated the relationships between job content plateau and work-related attitudes. Life and career stage theory suggests that mentoring others may help buffer the negative effects associated with career plateauing. Consistent with our findings, engaging in a mentor role may provide challenge to an employee and thus help employees avoid or reduce the boredom associated with job content plateauing. These findings suggest that organizations may find it worthwhile to provide opportunities for mentoring others when increasing job scope is not feasible.
Finally, the results highlight the need for organizations to focus on the perception of plateauing. It should not be assumed that the employee who has the fewest number of promotions or minimal job responsibility is more plateaued than the other employees. Career plateauing is a complex phenomenon and organizations may find it more worthwhile to focus their efforts on uncovering subjective indications of plateau to prevent negative employee attitudes.
Conclusions
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